The effectiveness of a training program must be assessed as it isa critical aspect in ensuring investment is made to improve the knowledge, skills, and positive attitude of employees towards their work in order to bring positive results to the organization, particularly government organizations that provide service to the community and country. The primary objective of this research is to analyze the environmental factors (opportunity to perform, manager support, and organizational learning culture) that affect the effectiveness of training in thecontext of public service in Malaysia. Therefore, this study was conducted on 205 of Malaysian civil service officers from the middle management category who attended several courses on management and leadership at one of the public training centers in Malaysia. The results from SEM-PLS analysis indicated that three work environment elements which are manager support, opportunity to perform, and organizational learning culture significantly and positively contributed to the effectiveness of training. Specifically, this review affirms the influence of the attributes of a work environment on the training results and its ramifications in improving the effectiveness of training. Findings from this study are helpful for government divisions, departments or agencies to create a supportive work environment, flexible
Manager Support
Manager support is defined as "the degree to which trainees" manager emphasizes the importance of attending training programs and stresses the application of training content to the job" (Noe, 2010) . Managers can impart anticipated outcomes and additionally give the resources and motivationto the trainees for them to apply their training on the job. Cohen (1990) discovered that the level of confidence among trainees and towards the training program itself increases as the trainees receive supervisory support. The perception of administration support is a vital determinant in training transfer as pointed out by Foxon (1999) . He additionally recommended other pivotal components such as trainees must participate in are positive reinforcement and encouragement from supervisors in acquiring and utilizing their new abilities. Additionally, Brinkerhoff and Montesino (1995) examined the impact of managers in deliberating pre-training expected outcomes and follow-up activity in affecting skills transfer process into the work environment. They discovered that the trainees who received encouragement from their superiors have a higher possibility to complete the training transfer process in a work environment as compared to those without any encouragement.
After completing the training program, trainees ought to identify with their present job performance and the conduct of the occupation. Superiors can demonstrate support for training in an assortment of methods such as permitting trainees to attend training and also by joining the training as a mentor (Birdiet al., 1997; Brinkerhoff and Montesino, 1995; Broad and Newstrom, 1992; Burke and Baldwin,1999) . Managers flag whether the training is to be utilized and how the pace of changes is normal. A manager who considers training as not useful or irrelevant weakens the use of training in various explicit and ambiguous methods. 2017 , Vol. 7, No. 4 ISSN: 2222 1084 www.hrmars.com
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Opportunity to Perform
According to Noe (2010) , opportunity to perform is defined as "the extent to which the trainee is provided with or actively seeks experiences that allow for application of newly knowledge, skills and behaviors from the training program". The motivation of trainees and work environment often affect opportunity to perform. Opportunities should be provided by trainers to the trainees to demonstrate the useful exercises which are pertinent to the content of the training as this demonstration will establish transfer of training (May and Kahnweiler, 2000) . Trainees need to assume individual responsibility to effectively discover exercises that enable them to utilize recently procured skills.
The operationalisation of opportunity to perform is especially critical and consists three measurements of opportunity as categorized by Machin (1999) : (a) breadth of opportunity (i.e. the number if trainee tasks performed on the job), (b)task type (i.e. the level of complexity or difficulty of the trained tasks, and (c) activity level (i.e., the number of times each trained task is performed on the job) (Machin, 1999) . Tracey and Tews (1995) argued that the trainees must be provided opportunities to perform in order to guarantee the effectiveness of the training which assists in the refinement of their knowledge. Zhao et al. (2004) supported Tracey and Tews (1995) as they disclosed that training programs will not be beneficial if trainees are not given opportunities to perform in the work environment (Mcbain, 2004) .
Organizational Learning Culture
Organizational learning culture refers to a category of organizational culture which combines organizational learning. It "supports the acquisition of information, the distribution and sharing of learning".This culture also "reinforces and supports continuous learning and its application to organizational improvement" (Bates and Khasawneh, 2005, p. 99) .
Saks and Haccoun (2007) characterized learning culture as "a culture in which members of organization believe that knowledge and skills acquisition are part of their job responsibilities and that learning is an important part of work life in the organization". Two elements of organizational climate and culture were analyzed by which are continuous learning culture and training climate as well as the effect of these factors in influencing the behaviors and skills acquired in the training programs. The findings deduced that continuous learning culture is an essential factor in utilizing recent behavior and skills. The learning organization culture usually functions to employ all processes in all organizational exercises and provide guidance and knowledge to enhance organizational performance. (ShoaibAkhtar, Ahmed Arif, ErumRubi and ShaheryarNaveed (2011) .
Moreover, learning culture encourages the trainees to maintain their performance and prepare themselves for more positive organizational performance (Ali Usman, Rizwan Q, D, NabeelWaheed and UmerTayyeb, 2011). Well-developed and cooperative learning culture will develop an organization that is caring and harmonious (Senge, 1997) .
Reaction to Training Effectiveness
Effectiveness refers to a criterion that is assessed which signify the fulfillment of the training program goals. Training effectiveness is focused in analyzing the effectiveness of training 2017 , Vol. 7, No. 4 ISSN: 2222 1085 www.hrmars.com programs by examining the learning, reaction, results, and behavior as discussed by Kirkpatrick (1975; 1994; 2000) .This study applied the Kirkpatrick's model of evaluation which is comprised of four assessment levels (1) reaction ; (2)learning ; (3) behavior and (4) results. Thus, this study only focuses on the first level (reaction) to the training effectiveness.
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Reaction was ranked first in Kirkpatrick's evaluation approach that is closely related to the assessment of training participants' reactions to the satisfaction of the participants who attended the training. Questions such as presentation techniques coach, fitness course topics, participants' perceptions of the value of training modules, correspondence course content with the job, the possible use of new skills upon returning to the workplace are often expressed in the questionnaire.
According to Kirkpatrick, every training program should at least be evaluated on the reaction in order to supply basic information to ensure that constant improvements can be carried out on a training program that has been implemented. Although this stage could not show the return on training investment, but, enthusiasm, attention and motivation of the participants are critical to the success of any training program (Winfrey, 1999) . The positive reaction does not necessarily guarantee improved learning, however, a negative response will influence the success of learning (Kirkpatrick, 2000) .
As indicated by Powell and Yalcin (2010) , the principal level in Kirkpatrick's model is the response or feeling that trainees in a training program have toward the program. Generally, the trainees are questioned as to whether they are satisfied with the training and whether they have gained any knowledge from the training program. From the examination of response, how well the trainees acknowledged a training program can be assessed by trainers. Further suggestions and remarks to enhance future training program can also be assessed. As the response to a training program becomes more favorable, the trainees' motivation to gain and learn principles, technique, facts, and information increases (DeGrosky and Brungardt, 2005) . Wang and Wang (2006) proposed response as a short-term assessment of training outcomes while the other three levels of assessment as the long-term assessment of the training outcomes. Additionally, if the response of the trainees is affirmative, the other assessment levels which include results, learning and transfer behavior showed more profitable yield.
Furthermore, a significant relationship between transfer motivation and affective reaction was discovered by Liebermann and Hoffmann (2008) . Alliger, Tannenbaum, Bennet, Traver and Shotland (1997) conducted a study on the reaction measure. The results were revealed to be contrasting when the reaction measure are differentiated into two categories which are (1) affective reaction (general satisfaction with the training) and (2) utility reaction (utility of the training content for the work situation). Alliger et al. (1997) identified that utility reaction was more firmly identified with transfer as compared to affective reaction. Hence, the utility reaction would be positive if the content of training is perceived by the trainees as comparable to the actual job (Bhatti and Kaur, 2010) .
CONCEPTUAL FRAMEWORK AND HYPOTHESIS DEVELOPMENT
The general purpose of this research is establishing the effects of manager support, opportunity to perform, and organizational learning culture on the trainee's reaction towards the 2017 , Vol. 7, No. 4 ISSN: 2222 1086 www.hrmars.com effectiveness of training. Specifically, the establishment of the effect of these set of independent factors on the reaction of trainees' among Malaysia civil service employees is desired in this study. In order to address the objectives, the following hypotheses were tested.The conceptual framework of the study is illustrated in Figure 1 . 
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H1: Manager
METHODOLOGY
This study adopted a quantitative approach. The sample of the study is participants who attended a training program at one of public service training centers in Malaysia. This program consists of 205 employees comprising middle managers from various government departments who attended courses related to strategic management, problem-solving, and leadership of the organization.
The questionnaire is comprised of three sections. Part A inquires demographical information while Part B is comprised of 20 close-ended questions which utilized a five-point Likert scale. This scale ranges from 1 (strongly disagree) to 5 (strongly agree). A majority of the 2017 , Vol. 7, No. 4 ISSN: 2222 1087 www.hrmars.com items in the questionnaire is connected to Manager Support, Opportunity to Perform, Organizational Learning Culture, and the Trainee's Reaction which have been adapted from Baharim (2008) , Saks and Haccoun (2007) , Naquin and Holton (2003) , and Goldberg (1992) . Cronbach's alpha reliability test was performed on the dependent and independent variables in this study. The reliability coefficient of the studied factors surpassed the acceptable level of 0.70 (Nunnally, 1978) . Therefore, the value of Cronbach's alpha for Manager Support variable is 0.936; for Opportunity to Perform (0.886); for Organizational Learning Culture (0.833), and finally, for Trainee's Reaction (0.859)
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The suggested relationships were examined by employing PLS-SEM and the Smart-PLS 2.0 software was used. The structural model was utilized to answer the suggested relationship. It is also used to evaluate the significance of the relationship by utilizing the bootstrap concept. The bootstrap concept is conducted by setting the replication to 5000 replications (Hair et al., 2014) . Table 1 shows the profile of the respondents who have participated in this study. The male respondents (52.2%) were the dominant group as 47.8% of the respondents were male respondents. Concurrently, with regards to the age distribution, it can be deduced that a majority of the respondents was between 31 and 40 years old (42.0%) while only 2.9% of the respondents were in the range of age 20 to 30 years old. This makes the 20 to 30 years old age group as the lowest distribution.
RESULTS AND DISCUSSION
Profile of Respondents
With regard to the education levels of respondents, it can be seen that there is an equal number of respondents with degree qualification (N=101) and those with higher than a degree qualification, i.e master and PhD (N=101). This reflects the middle managerial level positions that the respondents are in. Table 1 also shows respondents' years of work experience. As can be seen from table 1, there is somewhat an equal number of respondents with more than 15 year's work experience (N=95) and those respondents with between 5 and 15 year's work experience (N=90) whereas only 20 respondents (9.8%) were with less than 5 year's work experience. 2017 , Vol. 7, No. 4 ISSN: 2222 1088 www.hrmars.com 
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Measurement Model Results
Discriminant validity and convergent validity of the measurement modelwere conducted in order to identify the validity of the measurement model (Hair et al., 2014; Hair et al., 2011; Chin, 1998) . Criteria such as Composite reliability (ρ), indicator loadings (γ), Average Variance Extracted (AVE) and Cronbach's Alpha reliability (α) were analyzed in the assessment of convergent validity. In order to assess the discriminant validity of the measurement model, Fornell-Larcker and Cross Loading methods were administered. Table 2 shows that every indicator has been utilized to measure the targeted latent variable. The variables are identified to surpass the minimum criterion of convergent validity of a factor loading of above .70 which is statistically significant. The Composite reliability and Cronbach's Alpha values were above .70 and the AVE values are above .50. 2017 , Vol. 7, No. 4 ISSN: 2222 1089 www.hrmars.com .868* Note: LV = Latent Variable; γ = Factor Loading; AVE = Average Variance Extracted; ρ = Composite Reliability; α = Cronbach's Alpha; *p <.01. Table 3 , every measurement item has loaded higher against the intended latent variable in comparison to other variables. Each latent variable is separated by the loading as theorized in the conceptual framework of the measurement model. Hence, the measurement model's discriminant validity is satisfied as affirmed by the cross loading output. Besides that, Table 4 indicated that every off-diagonal element is lower than the square roots of AVE. Thus, this confirms that the discriminant validity of the measurement model based on the Fornell-Larker approach was met. Therefore, it is concluded that the measurement model has established its discriminant validity as supported by the results of the Cross-Loading and Fornell-Larker approaches. 2017 , Vol. 7, No. 4 ISSN: 2222 1090 www.hrmars.com The value in the diagonal (bold) is a square root of the AVE of each constructs and the element off the diagonal value is the inter correlation value between constructs; MS = Manager Support; OTP = Opportunity to Perform; OLC = Organized Learning Culture; RTT = Trainee's Reaction.
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Structural Model Results
Various methods were employed to evaluate the structural model. The methods used were evaluation of the effect size (f²) of the structural model, coefficient of determination (R²), and predictive relevance (q²) (Hair et al., 2011) . Moreover, assessing the significant path coefficients of both structural models by using 5000 bootstrap sample is another critical aspect (Hair et al., 2014) .
The results in Table 5 shows that Manager Support (f² = .107), Opportunity to Perform (f² = .130), and Organizational Learning Culture (f² = .126) have a small effect size towards Trainee's Reaction. Moreover, the model was deemed to have sufficient predictive relevance 2017 , Vol. 7, No. 4 ISSN: 2222 1091 www.hrmars.com since the magnitude of the q² of each exogenous construct toward Trainee's Reaction was above zero. Also, the total variation explained (R²) for Trainees' Reaction was .329, which can be characterized as Manager Support, Opportunity to Perform, and Organization Learning Culture was able to explain about 32.9% towards Trainee's Reaction. The results in Table 6 indicated that Manager Support ( = 0.113, t = 2.015, p <.05) has a positively significant direct effect towards Trainee's Reaction for at least at 95% level of the confidence interval. This result of the study was consistent with Nurhazani and Issam (2010) and Lim et. al (2007) who found that social support from managers and supervisors contributed to the effectiveness of the training programs. In addition, Pham et. al (2013) also revealed that work environments factors such as supervisory support, job autonomy, and preferred support have a significant relation with training transfer. It is possible for trainees to encounter difficulties in the transferring process of newly mastered skill and knowledge from the training to the work environment if the trainees do not receive supervisory support (Homklin, Takahashi and Techakanont, 2013) . Table 6 also indicates that, Opportunity to Perform ( = 0.204, t = 2.372, p <.05) has a positively significant direct effect towards a trainee' reaction at the 95% level of the confidence interval. This finding is consistent with Khin and Sujinda (2014); Nurhazani and Issam (2010) ; Noe and Wilks (1993) and Ford et. Al (1992) who have determined that individuals only may use the training content if opportunities to perform are provided which enable them to apply knowledge and skills in their formal duties. The opportunity to perform or 2017 , Vol. 7, No. 4 ISSN: 2222 -6990 1092 use the trained skills is an essential requirement for trainees to encourage their leaning and application of acquired knowledge and skills after training (Lancaster et. al, 2013) .
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H3: Organizational Learning Culture has positive affect on the Trainee's Reaction.
The results in Table 6 also shows that Organizational Learning Culture ( = 0.238, t = 2.134, p <.05) has a positively significant direct effect on Trainee's Reaction for at the 95% level of the confidence interval. This finding is consistent with Banerjee, Gupta and Bates (2016) who indicated that organizational learning culture provides irrefutable proof that a learning society can prompt better exchange of training skills and knowledge. But, the results is contrary to Nurhazani and Issam (2010) who indicated that organizational culture is shown to not significantly influence the training's effectiveness. Findings by Elangovan and Karakowsky (1999) also found that the training transfer is significantly associated to continuous learning culture which is engaged in training and development. Tracey et al. (1993) has revealed that learning culture correlates with the application of behavior from the training. Past studies have also stressed on the role organizational culture as it contributes to the effectiveness of training (Jackson and Bushe, 2007; Cheng and Ho, 2001; Tracey and Tews, 1995) . The bootstrap confidence interval approach (i.e. Bootstrap-t) has also stated that these three path coefficients were significant as the bootstrap confidence interval does not include zero. The results from the structural model analysis are presented in Figure 2 .
LIMITATIONS OF THE STUDY
The first limitation of the study was that it was conducted within the context of Malaysia civil service employees who attended a training program at a Malaysia public training institution. The second limitation is that the sample size of 205 middle managers who attended courses 2017 , Vol. 7, No. 4 ISSN: 2222 1093 www.hrmars.com related to strategic management, strategic thinking, and organizational leadership cannot represent the whole population of Malaysian civil servants. Insufficient information leads to difficulty to summarize the implications of the training to the organization results. In fact, the scope of the study which is focused on the effectiveness of this traininghas been narrowed to study the level of reaction in Kirkpatrick Model rather than learning, behavior, and results. The difficulties in obtaining information and training impact to organizational results were due to the confidential data of civil service employees that should not be indiscriminately revealed to outsiders. In addition, reliability of the collected data is depends on the truthfulness of the respondents when completing the self-administrated survey. Questionnaires were distributed on the last day of the course which may cause the respondents to complete the questionnaire in a hurried manner as they also need to complete the online assessment by the training provider. The training participants may not have read the questions carefully and select the scale deemed appropriate for them.
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RECOMMENDATIONS FOR FUTURE RESEARCH
Since most training evaluation is more focused on the reaction of participants towards the training, the participants seemed to give a favourable rating that may not have reflected the actual impact to their training. Further studies can examine on how the training affects the development of the organization from the short-term and long-term viewpoints. Cooperation among the heads of the departments is required to observe their employees behaviour before and after attending the training programs and try to link the impact of the training to the individual's competency level, departmental performance levels, and the performance of the organizations as a whole. In addition, qualitative approach can also be carried out to thoroughly examine the effectiveness of training towards the employees in public organizations while specifically focusing on only a few subjects in order to evaluate the effectiveness of technical natures such as skills of training using information technology, financial management, and communication skills at the counter. The subjects can be assessed before training, during training, after training, and also follow-up evaluation after three months of training. Qualitative methods such as observation and in-depth interviews can provide more accurate and valid information than simply asking them to fill out questionnaires after training.
CONCLUSION
The results of this study confirm the influence of work environment characteristics on the effectiveness of training. Thus, it is crucial for organizations to provide a supportive work environment that can increase the opportunities for participants who have undergone training program to transfer the skills and knowledge which were acquired in the training room into the workplace. Managers and supervisors themselves should give strong support to the employees to apply the training content to the actual situations of employees' daily duties. As a superiors, they need to monitor their employees and provide a platform for the employees to use their knowledge by assigning tasks that enable them to apply the training content in completing their duties. Opportunities to perform must also be provided as soon as possible after training so that all the knowledge and skills learned will not be easily forgotten. In addition, the
